Summary
Introduction
Management is a United States term to describe an act of managing, that is, coordinating the elements and factors of production so as to serve the purposes of an organisation (Pejanović, 2012) . There are five management functions: planning, organising, staffing, coordinating and controlling. Controlling is a managerial function designed to keep track of what has been done, and compare the performance with the existing standards. When problems occur, it's either the standards or the work to be done that needs to be changed. The five components of management are closely interrelated and open to change.
A fairly new concept in the development of global economy -knowledge economyhas triggered a series of changes, affecting not only the way modern organisations are doing business, but also their organisational design and management structure, and even more so the way they interact with their consumers, competitors and partners in a shifting competitive business landscape. The complexities of modern companies, transforming their production and technology, as well as social responsibility, have also affected the design of a controlling system in the management process. The imperative of a permanent growth in economic efficiency, gauged by using a return on assets (ROA) ratio or another financial indicator, has been imposed on a company's managers.
Drucker argued back in 2005 that controlling was one of the key factors to shape management in a knowledge economy. This important management function is gaining prominence in the increasingly competitive markets, driven by a constant demand for growing efficiency in the use of resources, considerable cost cuts, cheaper yet improved services and products, rapid and permanent innovation to upgrade products and processes, the quick obsolescence of technologies and other explicit, organisational knowledge.
Control, or controlling, is a manager's effort to gauge, evaluate and compare actual achievements against those planed, in order to take corrective actions to address off-plan results (Krstić, 2012) . The corrective actions are taken to tackle a negative variance, when a business or individual performance is off target. Controlling is a necessity, but under the modern concept of control, managers should not use it as a restraining tool, but rather a creative instrument to encourage and guide employees in reaching desired individual and work-related performance levels. Control is a steering mechanism for individuals to help them work towards their own life goals in the context of organisational objectives.
In the era of knowledge economy, managers should create a work environment, in which employees can unlock their potential in the most productive way, relying on their prior knowledge, professional competence and practical skills (Jovanović et al., 2010; Pejanović, 2001 ). In a decision-making process -particularly in the implementation stage and in fulfilling job requirements -one of the key mechanisms of employee control is to enable employees to practice autonomy in decision making and in meeting their job requirements. Autonomy implies freedom of thought and action, and a free decision making, encouraging creativity and innovativeness.
Theoretical Background
In the operation of a company, it's possible and indeed necessary to control nearly all assignments, jobs, activities, processes, and most notably so, the resulting business performance. It's a necessity, because however competent and experienced managers might be, they can't predict with high probability the course a business operation might take in a near or distant future if exposed to a wide array of uncertainties and risks. Besides, the information needed to reach a decision is rarely known upfront, while there's a whole spectre of internal and external factors shaping the operation and growth of a company, which the management is equally unaware of.
There are three levels of control across an organisation, covering a) the company as a system, b) processes and activities, and c) operators (Pejanović, 2011; Milisavljević, 2012; Krstić, 2012 Krstić, , Đuričin et al., 2016 . The organisational structure of control at the company level consists of the primary business functions that resources and competences are distributed against. On the other hand, departments can be composed of different smaller organisational units (plants, sections, services), and it's necessary to control their respective results and the performance of their operators as well. Likewise, a company can be viewed as a set of inter-functional business processes, whose competitiveness hinges of how successfully they are executed (Đoković et al., 2017) . It is therefore necessary to monitor and control the processes and activities, as there's clearly a strong link between more effective business processes and company performance. The process control is expected to satisfy consumer needs by ensuring a quality process output, along with the efficient and effective execution of the process.
Company outputs involve different business processes, performed and streamlined by individuals (operators in the broadest sense of the term), fulfilling their job requirements. Accordingly, performance control implies so-called individual performance, too, as a separate level of performance. The performance of an individual includes his/ her work results, achievements, productivity, contribution, competence, knowledge, commitment, loyalty, etc. (Su et al. 2015; Krstić and Sekulić, 2013; Fletcher and Williams 1996) . It's precisely the control of operators that's the central theme of the paper, as the research goal is to establish a relationship between controlling the company and the processes on the one hand, and the operator on the other. A manager's control includes a set of activities that are key not only to successful business performance management in his/her organisation, but also to managing the performance of subordinates, lower-level managers and non-managers.
Autonomy on the job constitutes a very important feature at work (Breaugh, 1999; Aube et al., 2007) , and it typically refers to a relationship between the management and employees. It's defined as the establishment of integrity, freedom and independence of employees in performing business activities and making decisions within the job description ( In a number of studies, a link has been established between autonomy at work, individual performance and company results (Breaugh, 1985; Denton and Kleiman, 2001; Judge et al., 2001 ). In order to reach autonomy at work, employees should know their purpose in the company, and the way their results shape the overall business performance. Autonomy in the workplace is also another motivational factor for employees (Herzberg, 1968; Saragih, 2011) . In framing autonomy at work, responsibility for planning and employee control deserves a special emphasis. The employee needs to be able to fully complete a job (a project, a task, etc.), as integrity in doing it is a motivation boost per se.
Autonomy largely increases job satisfaction. More complex jobs, which imply an increased level of responsibility, call for broader autonomy, too (Cooper and Locke, 2000) . Aside from pre-set rules and procedures referring to a job, creativity, as a permitted decision-making space, plays an important role as well.
A global research by the Economist Intelligence Unit (Laserfriche and Economist Intelligence Unite, 2014) quoted more than two-thirds (68 per cent) of 227 corporate, education and government leaders as saying that a pressing need to increase efficiency, cut costs and manage risks had tightened centralised control in certain business units, departments and offices over the previous five years. At the same time, 57 percent of the respondents said that their organizations had delegated broad decision-making authority to business units, local or regional offices and other groups. A large number of the leaders (42 per cent) said that their organisations allowed for autonomy and performed controls at the same time. The same source suggests that in order to strike a balance between the two it's necessary to use information technologies to facilitate centralised control and autonomy alike, and to choose standardisation over centralisation.
Autonomy at work is a phenomenon that has drawn interest from theorists and practitioners involved in work efficiency management. Autonomy spans a broad spectre of advantages, from freedom in terms of the actual performance of a job, through flexible hours and workplace arrangements, to more developed forms of autonomy referred to in theory and practice as job crafting.
The results of a research by the University of Birmingham, involving 20,000 British employees, revealed that employees with broader autonomy at work reported positive effects on their wellbeing and a higher degree of job satisfaction. Having explored different forms of autonomy, the author, Daniel Wheatley, maintained in the 2017 study that there's a difference between "job control" and "schedule control". "Job control" referred to the job tasks and pace of work, and "schedule control" to the actual hours. Another peculiar finding is that the two types of control have different gender-and agerelated impacts. The positive effects on personal wellbeing notwithstanding, managers are still reluctant to offer a higher degree of autonomy to employees, preferring to solidify their primacy in control and ensure maximum effort from employees, the new piece of research has shown.
In a bid to identify a better relationship between an employee and his/her job, job crafting has been defined as a set of physical and cognitive changes individuals make in relation to their task or relational boundaries of their work. The method allows individuals to adjust a job to themselves, their competences, proclivities, skills and motivation to do it properly. There are three ways to apply job crafting (Wrzesniewski and Dutton, 2001 ): task crafting, proactively changing the number, scope or type of tasks; relational crafting, allowing employees to change the quality and extent of interactions with others at work, and cognitive crafting, changing the way employees think about their work, or how they perceive their job tasks.
It's only together with the contextual factors of a working environment, such as support to autonomy at work, that the individual factors, job crafting included, can lead to employee wellbeing. Support to autonomy depends on a specific management style, requiring a manager open to new experiences, who's also able to understand and support different views by employees, and encourage an initiative on their part. The autonomy support is therefore necessary for the development of the individual factors, and only together can they create a motivating working environment.
The specific structure of business operations in the food industry makes employee control in the industry very particular as well. The tailored conditions surrounding food production have created clear-cut divisions within, based on the nature, time and location of different operations, very strict controls and clear boundaries between employees and managers. With this in mind, it's a challenge to find out how the organisational trend of blurring the strict boundaries and divisions affects controlling in food industry (Pejanović, 2013) . Can the trend open new room for tighter control by employees, through autonomy and selfdetermination in doing a job, or rather soften the control they have over their job (Holt and Hvid, 2014) . The research the abovementioned authors had carried out in two food companies revealed that in spite of scepticism about the change, employees were pleased to have an opportunity to plan their work and learn something new, which might be a primary driving force of change opening the industry's door to autonomy at work.
Research Methodology and Hypothesis
The subject of the study is the role of autonomy at work in employee control in food companies in Serbia and Bosnia and Herzegovina.
The purpose of the research is to analyse the level of autonomy on the job in the food companies, in order to find out to what degree autonomy at work can encourage innovation, initiatives, interpersonal relationships and individual performance. The research has covered 31 companies in Serbia, and another 30 in Bosnia and Herzegovina. These are active companies, with a positive financial result. The emphasis is on medium-sized and large companies that have reported income of at least EUR10 million over the past three years, with no fewer than 80 employees. Source: The authors' own calculation
Most of the employees, as many as half of them, belong to the 30-44 age group (Table 1) . The age structure in Bosnia and Herzegovina is somewhat different though, as it's dominated by the 45-65 age group. As for educational qualifications, most of the interviewed employees have a college/university degree, and most work in the procurement and HR departments.
Research Instrument
The questionnaire incorporated 20 questions. 
H5. A lower degree of autonomy in decision making and task performance has a negative effect on employees' work results in each part of the organization.

Research Results and Discussion
The hypotheses have been tested with categorial variables, and the results presented in tables.
In the modern business world, innovation is a driver of competitive advantage. A company's management should follow the key trends in the industry neighbourhood, encouraging innovation at home. From this perspective, opportunities have been explored as to whether innovation and innovative processes are truly accepted, and if managers are aware of them ( Table 2 ). The correlation coefficient referring to the questions indicative of the two phenomena is relatively low against the total sample size (0.34), but slightly higher in the group of Serbian respondents (0.52). In these two cases, the correlation has a statistical importance, too, as it's a statistical regularity, not a product of coincidence. Yet the coefficient is very low in Bosnia and Herzegovina (0.16), and it's not statistically significant, as p=0.11, i.e. over 0.05, meaning that the hypothesis is accepted that the two phenomena in the Bosnian sample are statistically independent, and there's no correlation between them.
EP 2018 (65) 1 (157-172) When it comes to decision making, introducing innovation depends somewhat on a level of autonomy at work. To be more accurate, individual decisions alone cannot guarantee more permanent innovation, or expand it throughout the company. It is safe to say that the introduction of strategic innovation depends exclusively on the management, and that autonomy at work might be a determinant of control after the management has committed to operational innovation.
Autonomy at work is considered a tool for employee control. Depending on the job description and the sector, it's important to establish the intensity of control and decide to what degree to apply it, eventually gauging the impact it might have on employees' creativity and motivation. The differences in the level of autonomy in decision making and task performance have been explored in two ways (Table 3 ). It's important to note that integrity in decision making with a higher level of responsibility is implicit, and that the performance of a task suggests respect to the task-inherent rules and procedures. The authors have first compared the arithmetic mean inducing the level of autonomy in decision making (1-no autonomy, 5-full autonomy) and frequency, i.e. the existing level of control in different intervals.
The Kruskal-Wallis test, comparing the arithmetic mean between two or more independent samples, detected in the total sample statistically significant differences in the level of autonomy at work, depending on the existing levels of control -the more frequent the existing level of control, the lower the level of autonomy. For example, with daily controls, the average value of autonomy on this scale is mere 1.59. Conversely, biannual controls increase the autonomy average to 2.54, growing to 3.14 with no control whatsoever. The statistically significant results have been reported in the Serbian sample as well (the p-value is less than 0.05), but in Bosnia and Herzegovina the significance level was larger than 0.05 (0.25). Besides, the arithmetic averages in the companies employing daily, weekly or monthly controls unveiled no particular regularities in the Bosnian sample, as opposed to the total sample and the Serbian sub-sample. The other way of argument testing is to use three questions about the impact of the existing level of control to create a separate total control scale first.
The reliability of the scale has been tested using Crombach's Alpha coefficient. It's fairly high (0.84), which indicates that the three individual questions follow the same direction, participating in the summary scale to a relevant degree. A correlation coefficient has been used to compare this scale with the one indicating the level of autonomy in decision making ( Table  4 ). The scale has been used for the other hypotheses as well, testing the level of control under the name "control-total." Source: Prepared by the authors based on data analysis in SPSS 19.0
The authors are confident that there's a statistically significant, positive relationship between the secondary scale, indicating the existing level of control, and the scale indicating autonomy in decision making. The correlation is particularly high in the Serbian sub-sample, slightly lower in Bosnia and Herzegovina, reaching 0.49 in the total sample. Statistical significance has been confirmed at all three levels, meaning that with the growing perception that the existing level of control encourages creativity, motivation and innovation, the feeling of autonomy in decision making grows as well.
EP 2018 (65) 1 (157-172) Establishing viable controlling in companies does affect the motivation and creativity of employees (Guinot et al., 2014; Goris, 2007) . In modern organizations, it's a challenge to establish exactly the type of control that would be an incentive for employees in terms of the quality of task performance (Chen and Chang, 2013) . For the purposes of the research, a fairly firm and statistically significant correlation has been established between motivation, creativity and initiatives (Table 5) . In other words, those who think that the existing levels of control have a positive impact on motivation and creativity, also tend to believe that the existing levels of control were conducive to launching initiatives as well. S p e a r m a n 's rho
The impact of control on creativity and initiatives for innovation in task performance. Source: Prepared by the authors based on data analysis in SPSS 19.0 Again, the correlation is the highest in the Serbian respondent group, over 0.70, it's comparably lower in the total sample, and the lowest in the Bosnian sample. Significance is under 0.05 in all three samples, indicating no correlation whatsoever.
Interpersonal relationships are important for creating favourable working conditions, resulting in the maximum performance from employees. To a degree, job satisfaction depends on interpersonal relations, too. Having explored the correlation between autonomy at work and the role interpersonal relationships have in employee satisfaction, the authors have found it to be very low though, barely reaching the borderline level of statistical significance. It means that good interpersonal relations are not the result of a higher level of autonomy at work, when it comes to decision making (Table 6 ). In the total sample, correlation was 0.19, in Serbia 0.28, and mere 0.15 in Bosnia and Herzegovina. As every food company included in the research consists of organisational parts (departments), a relationship has been studied between employees' autonomy at work and their performance, and it turns out to be different in different departments (Table 7) . A low level of autonomy at work has a negative effect on employee performance, particularly in the Marketing and Sales, as a moderate and statistically significant negative correlation (-0.41) has been recorded. The higher the level of autonomy at work, the lower the tolerance of employees to performance measurement methods is. No such correlation has been recorded in other departments.
Business operations in the Marketing and Sales do involve pronounced creativity and innovativeness in employees. Accordingly, the results show that there's a direct link between a higher degree of autonomy at work and improved performance, expected to produce more effective promotional strategies and a boost to the sales at the end of the day. Yet for the sales in a food company to grow, the competitiveness of the final product needs to be handled first.
Conclusions
Given the specific characteristics of the food industry, autonomy at work is becoming increasingly important in managerial decision making. Balancing between autonomy and control shapes a new environment that allows employees to perform their work tasks timely and creatively.
As the companies included in the research share similar business climate, working conditions and product diversification, the occurrences in the two states are very much alike. The results have shown that employees in Serbia's companies enjoy a higher degree of autonomy in performing their tasks and improving business performance.
Based on the research results and differences between employees in Serbia and Bosnia and Herzegovina, a strong conclusion has been drawn that the level of education and the length of service largely determinate the capacity of the employee to respond to the requirements of a food company. More precisely, longer-term employees, who in the Serbian companies typically have a university degree as well, enjoy a higher rank in the company and a higher degree of autonomy at work.
EP 2018 (65) 1 (157-172) Likewise, a level of autonomy at work has different effects on the level of employee motivation, which the research results have confirmed, too. Lower motivation levels in Bosnia and Herzegovina's companies raise a number of questions over the key motivation drivers. There are certainly many reasons behind the result, but the one the study has revealed is the correlation between lower levels of education and job dissatisfaction.
Different departments in a food company display varying degrees of autonomy at work. The results have confirmed, without any significant variables between the Serbian and Bosnian employees, that the highest level of autonomy at work has been recorded in the marketing and sales departments. It is safe to say that a decision to award them a higher level of autonomy can encourage creativity -one of the intrinsic qualities of the two departments -and that it's fairly easy to justify by the short and long-term goals of their organisational sections. Frequent changes in marketing may provide a mental stronghold in the minds of the managers, allowing them to offer these departments more autonomy at work, particularly in creating activities and tasks for employees.
What also makes this paper specific is the choice of the research sample, and a drive to explore autonomy at work as a phenomenon. The research themes in earlier papers largely revolved around top managers in different fields, whereas this one has focused on employees instead. Autonomy at work is analysed outside management structures, and it's actually the reflection of the autonomy the management has provided for that's being examined here.
The research work for this paper has also raised questions related to employee perception of autonomy, and the valorisation of efficient decisions by the management of a food company. The objective is to view autonomy at work as a balance between flexibility and control, against the backdrop of key management processes. Autonomy in the workplace can't be the result of an ad hoc campaign, bound to produce shortlived and often very negative effects in a company.
Controlling as a tool to ensure a free flow of knowledge and successful implementation of knowledge management programs should strike a balance between autonomy at work and employee control. This, in a way, upholds the basic postulates of knowledge management -a high degree of autonomy in the workplace and in pre-set models of behaviour, allowing the creativity and innovativeness of employees to come to the fore, with control to provide economic justification and purpose for their activities in a company.
The results of the research, involving employees in the food industry of Serbia and Bosnia and Herzegovina, have produced a general conclusion that a degree of autonomy exists in human resource management, but that a systematised framework in managerial decision making doesn't. The level of autonomy at work is higher in Serbia than in Bosnia and Herzegovina. The results don't apply to the general employed population though, largely because the food industry is very specific, and the questionnaire used in the research echoes its specific features.
